Article History
INTRODUCTION
Today, many Private Health Care Organizations in Kogi State are confronted with diversity issues. These issues appear to have consequences on service delivery of these Private Health Care Organizations. For instance, the traditions and cultural practices in Nigeria legitimates respect, but it is observed that the "acceptability of one another"s differences" have often generated crisis within organizational setting. This is a critical issue in Kogi State with different socio-cultural groups domicile in the Private Health Care Organizations" cluster area. It is observed individuals have some special attributes that establishes cleavages in the workplace. These attributes are peculiar from person to persons, and previous studies have not been able to exhaust them. In agreement with this, Saxena (2014) expressed that diversity refers to an almost infinite number of dimensions, ranging from age to nationality, from religious background to functional background, from task skills to relational skills, and from political preference to sexual preference.
The dimensions enlisted in the definition may imply that there are multi-factors inherent in the workplace. It is in this regard that diversity factors are conceived infinite. Kokemuller (2011) added that diversity is the presence of people from a wide range of backgrounds and possessing different traits. However, Clements and Spinks (2009) refer to workplace diversity as organizations that are becoming more heterogeneous with the mix of people in terms of gender, age, race, and education background. The term "mix" in his broad definition appears to mean combination and interaction of people from diverse backgrounds. Ehimare and Ogaga-Oghene (2011) posited that the main concern of this standpoint is that a broad definition may imply that all differences among people are the same. Thus, workplace diversity involves all manner of factors that differentiate or associate people at the workplace, and they span from psychological, sociological, cultural, economic and personality dimensions.
However, Private Health Care Organizations are believed not being inseparable from diversity. They need a certain level (acceptable level) of diversity to help pursue set goal/objectives. Ikon and Okolie-Osemene (2017) supported that Health Care Organizations needs to make the most out of the differences from a diverse health workers rather than losing talent which might assist the organization to be more efficient and effective; as taking advantage of a diversified health workers will result to better organizational performance.
The implication of this is that health workers diversity factors are not often destructive as popularly conceived.
In most cases, workplace diversity is mainly constructive in organizations where managers possess distinctive managerial skills and prowess. Nevertheless, Ehimare and Ogaga-Oghene (2011) made a case regarding this argument, and expressed that the benefits of workplace diversity have been widely contested ever since the idea was conceived. Despite their position, there are still observed controversy regarding the destructive and constructive tendencies of workplace diversity today. Figure 1 does not dispute the fact that workplace diversity has a dual effect on Private Health Care Organizations" performance in Kogi State. The most important and reliable argument is that which is supported or proven by scientific investigation. Thus, the argument regarding the effect of socio-cultural and economic diversity factors on Private Health Care Organizations" performance will be a mere intuition. Source: Adopted from Weiliang et al. (2011). In developing countries like Nigeria, Ikon and Okolie-Osemene (2017) posited that it is still controversial to find an answer to whether diversity has a negative or positive impact. There are likely benefits and challenges of workplace diversity factors that need empirical investigation particularly in Kogi State. It is believed that without investigation, varying research outcomes from different countries, regions and states will continue to arouse arguments and strengthen confusion in the field of management. In another way for instance, Lindblad (2018) is of the opinion that the inclusion of diverse individuals fosters a rich exchange of new ideas among health workers and helps organization leverage the unique character of its workers.
Without controversy, there have been series of studies conducted to investigate the effect of workplace diversity on performance. It is observed that studies in this regard cannot be over-flogged. Cultural factors of diversity is believed to have potential effects on Private Health Care Organizations" performance (patient"s satisfaction, financial performance and technological innovativeness) as depicted by Figure 1 . Previous studies (Otike et al., 2011; Gupta, 2013; Joseph and Selvaraj, 2015) have measured organizational performance with productivity, profit, growth, turnover, stability and cohesion among other things. In another way, Ikon and Okolie-Osemene (2017) claimed that organizational performance of a firm can be measured by using financial and nonfinancial indicators. Some studies did not link diversity to performance of organizations but others say diversity is key to business success and future in labour (Muasaa et al., 2017) . Ehimare and Ogaga-Oghene (2011) stated that diversity is at the core of high performance outcomes in any organization. The empirical finding of Ogbo et al. (2014) revealed that stretching discriminatory attitude, individual identity, and non-support for others beyond limits leads to low morale and negative performance. Few studies were done on primary factors such as age, gender, ethnicity and race as the main sources of diversity affecting performance (Muasaa et al., 2017) .
According to Zgourides et al. (2002) the differences in cultural characteristics were predictive of team scores, which can be interpreted as the advantage of having ethnically different views for team problem solving resulted in increased team performance after the teams learned how to utilize these differences to their benefit. Ostergaard et al. (2011) found that innovation occurs as a result of communication among health workers. Importantly, health workers who are intelligent and creative may often raise ideas through group interaction. This is why close relationship must be embraced by owner/managers of the Private Health Care Organizations. When more diverse health workers are maintained and managed at the workplace, there is likelihood that technological innovativeness of the Health Care Organizations may be promoted. Timmermans et al. (2011) used ethnicity to proxy cultural background and explained further that diversity in ethnicity can be expected to be positive for innovative performance. Moreover, based on Timmermans et al. (2011) study some levels of diversity in ethnicity might be positive associated with innovation.
The ability of any Private Health Care Organization to plan and manage health workers diversity may promote the tendency of achieving a desired goal. Some Private Health Care Organizations appear to be finding it difficult to be successful today, because of their ill-commitment to ensuring that health workers diversity is part of their dayto-day healthcare business conduct. This backdrop may be tied to the fact that owner-managers of these Private Health Care Organizations do not know how to effectively practice diversity management, and what factors contribute to effective diversity management and task that can deal with diversity related issues in their workplace.
For effective diversity management practice, Kokemuller (2011) established that top management and front-line managers in a diverse Private Health Care Organization have to set the tone for an effective culture, as this will promote nondiscriminatory work environment, and fair treatment of all workers in the hiring process, job conditions, work evaluations and promotions. Research Loriann et al. (2009) purported that left un-managed; health workers diversity is more likely to damage morale, increase turnover, and cause significant communication problems and conflict within the organization.
METHODOLOGY
A descriptive research design was adopted. A descriptive research describes the diversity characteristics of people at the workplace. For this study, the population of interest comprised of the staff of Private Health Care Organizations in Eastern Senatorial District of Kogi State. As gathered from the State Ministry of Health, total number of the Health Facility staff was 1460. Given the total population, the research adopted Salant and Dillman (1994) method for the finite population. The formula is stated below:
Where: Ns= completed sample size required. Np= Sample population. P= proportion expected to answer in a certain way (50% or 0.5 is most conservative). B= acceptable level of sampling error (0.05 = +5%; 0.03 = + 3%). C= Z statistic associated with the confidence interval (1.645=90% confidence level; 1.960=95% confidence level; 2.576=99% confidence level). Organizations in the Eastern Senatorial District of Kogi State. Data was collected through a well-structured questionnaire. Instrument validity was achieved through its vetting from a panel of four experts. The instrument"s reliability was achieved through Cronbach Coefficient alpha (α). The coefficient alpha is the most commonly applied estimate of a multiple-item scale"s reliability with a coefficient of 0.70 and above considered to have good reliability. Married people seem to have more responsibilities, and as such, they often value their jobs. were holder of Bachelor of Science or its equivalence. This result shows that majority of respondents in the study area were secondary school certificate holder. Table 3d indicates that the first factor has the Eigenvalue value of 4.121. The value is evidently greater than 1, and this show more variance. The percent of the explained variance is 68.677. Other factors ranging from 2 to 6 have Eigenvalue value of less than 1. Thus, they explain lesser variance.
ANALYSIS AND RESULTS

Extraction Method: Principal Component Analysis
In other words, 68.677% of the common variance shared by the 6 variables can be accounted for by only one factor. Technological innovativeness in the Private Health Care Organizations has its shape as a result of the strong effects of the diversity variables.
CONCLUSION AND RECOMMENDATIONS
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